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“ever-present, increasing in pace, open-
ended and comes in many shapes and sizes”
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employees who went through a change…
experienced work-life conflict (39%)
felt cynical towards their coworkers (35%)
increased their food intake and/or smoking habits (29%)
three times more likely to not trust management 
(American Psychological Association Center for 
Organizational Excellence, 2017) 
66% increase in stress





Organizational support theory states that employees form 
global beliefs to evaluate whether the organization views them 
favorably (the organization cares about me) or unfavorably (the 
organization does not care about me; Rhoades & Eisenberger, 
2002; Kurtessis et al., 2017). 
Called ‘Perceived Organizational Support’ or POS
Employees with higher POS are less resistant to change, feel 
the organization has their best interest at heart during change, 
































Organizational changes are likely to trigger and direct 
employees’ attention to how policies are implemented 
Resources and policies - decided upon and distributed fairly
Frequent, transparent and clear stream of information about the change process
are likely to reduce uncertainty and anxiety that comes with any type of change


































































2. Receive challenging tasks 
3. Receive variety/adventure 
4. Work for a prestigious 
organization
Split your time and 
energy 
• Organizations (upper-
management and HR 
professionals) focus on job-
focused support 
• Supervisors focus on 








variety on the back 




Recommendations – HR Practices
Attach meaning to the training content (“why is this important?”)
Communicate that the goal is to help the employee succeed during and after the change and make their work-life 
more manageable during change
Emphasize building personal resources through confidence-building and skills-building
Supervisor training centered around effective communication with subordinates about information and the 
change process (during planned change)
Supervisor training centered around quick, reactive responses (during unplanned change)
Offer programs and classes that help relieve stress such as wellness programs, employee resource groups, 
exercise classes, etc. 
Allowing leave time or more flexible use of leave time (of particular importance during unplanned change)
Increase compensation or monetary incentives to signal appreciation of employee and increase motivation and 
adaptability to change
Seek out employees to volunteer as change agents to communicate importance of change and answer questions 
about the change; compensate them for their extra efforts
Decide whether to exhibit the equality distribution rule or the equity distribution rule (pertaining to signaling 
fairness in these HR practices)
Recommendations – Supervisor Support
Bottom-up to upper management: relay employee performance levels, push for necessary resources, 
submit employee feedback (during change)
Top-down to direct reports: translate vague organizational changes to concrete, action plans; increase 
communication about development and expected outcomes to reduce uncertainty
Check-in with employees about their work needs and needs relevant to their personal lives (if they want 
to talk about it)
Encourage communication among coworkers and with the supervisors (a space/time to express concern 
or anxiety about change implementations)
Implement an open-door policy
Advocate for employee health and benefits
Offer to help complete tasks
Reassure and reaffirm employee work performance through job security or recognition
Recommendations - Fairness
Provide tangible resources to help employees carry out their tasks; and 
ensure resources and benefits are distributed fairly
Heighten transparent communication about the decision-making process
Create a two-way feedback system via focus groups, outreach efforts, or 





Dealing with change is a regular occurrence for organizations these days. 
Whether organizations must react to an unplanned change or have time to 
proactively think through the implementation of a planned change, it is important 
for organizational representatives (e.g., supervisors, executives, HR 
professionals) to recognize that the change can and will affect their employees. 
No matter the type of change, employees are likely to feel uncertainty, anxiety, 
and stress through the change process and may also think of quitting. Despite 
literature pointing out that support can be helpful during change, there is not much 
literature on how employees feel supported by their organization during change. 
Perceived organizational support (POS) is a well-researched, theory-driven, and 
practically relevant concept that describes the extent to which employees feel 
their organization cares about their well-being and values their contributions 
(Eisenberger et al., 1986). I will begin the talk by introducing readers to the 
concept of perceived organizational support and two types of change including 
planned and unplanned change. Grounded in organizational support theory, I will 
provide practical insights into how POS can play a positive role in helping 
employees deal with change. I will also include some takeaways from an empirical 
study of POS during the pandemic regarding staying connected with supervisors 
and coworkers during the remote work necessitated by that unplanned change. 
